The purpose of this study is to examine the effect of transformational leadership and information technology on organizational learning and organizational change and its impact on employee job satisfaction at PT. Pupuk Kaltim. The study is conducted by analyzing the effect between variables consisting of 2 (two) exogenous variables: Transformational Leadership (X1) and Information Technology (X2), and 3 (three) endogenous variables: Organizational Learning (Y1), Organizational Change (Y2) and Employee Job Satisfaction (Y3). This study is designed to answer the problem statements that have been formulated. The study method is an explanatory research. The population is employees of PT. Pupuk Kaltim, where the size of its sample is of 207 respondents. The data is collected using proportional stratified random sampling method to find the effect between exogenous variables and endogenous variables. The findings of the study are from the 9 (nine) hypotheses tested, 8 (eight) hypotheses have significantly affected on the variables studied. The only one which has no significant effect is Transformational Leadership on Employee Job Satisfaction, where it needs to be mediated by organizational learning and organizational change.
INTRODUCTION
The phenomenon of business competition occurs in various sectors and determines the fate of the business continuity of the company. Many challenges will be faced by organizations in the current era of disruption, especially in the Industrial Age 4.0, namely the challenges within the organization itself, domestic challenges and global challenges (Sukoharsono, 2008) . The fluctuating global financial situation and the turmoil of geo-political conflicts have an impact on the condition of the Indonesian economy. In addition to global challenges, Indonesian companies also face challenges in the country, , such as the availability of depleting natural resources, a less conducive domestic security situation, fluctuating macro and microeconomic conditions. These things certainly greatly affect competitiveness for business continuity.The current industrial era has entered the Industrial Age 4.0 which is very different from the previous industrial era (Sukoharsono, 2008) . In the Industrial Age 4.0, the industry was developed based on digitalization and automation, all of which were based on Information Technology; Internet of things, robotization, and and artificial intelligence is something that is commonly used in the Industrial Age 4.0. In the Industrial Age 4.0 employees have characteristics that are very different from the previous era. Employees feel they want to be treated as individuals with their own values and goals, not as factors of production. Employees in this era generally tend to do knowledge-based work and are less fond of routine work. Functional hierarchical organizations such as those developed by Winston Taylor since the Industrial Age 2.0 have become less suitable for the current situation so companies need organizational transformation. Companies facing the challenges of the disruption era have the time to say goodbye to the functional hierarchy and welcome a new structure that underlies the work of knowledge and creative, talented and energetic people who work for joint missions (Kolind & Botter, 2017; Sukoharsono, 2015) .
Leadership and competent human resource factors are the main factors and greatly influence the organizational learning process and organizational changes so that they can be highly competitive. Leadership is one of the main factors in bringing positive change to the organization. If there is no leadership in the organization, the employee will not change in the desired direction and can even experience negative changes. Leadership skills are also able to move employees in the right direction, in accordance with the vision and mission of the organization and motivate them to continue to improve performance and innovate. Factors of competent human resources in accordance with company standards will have a positive effect on the effectiveness of the learning process and organizational changes in order to improve competitiveness. Benchmarks for the success of learning and organizational change can be seen from employee job satisfaction (Robbins, 2006) . Generation gap can also be a challenge in human resources within a company. The current generation gap is the baby boomer's generation, generation X, and millennial who have different perspectives in running an organization. Millennial have very different characters from previous generations. When the baby boomers have retired, generation X and millennial will gradually begin to take over leadership in running the organization. The baby boomer generation that is meant here is the generation born in 1946 -1964 , generation X with birth in 1965 -1979 , millennial or called generation Y with births from 1980 to 1995 (Ubl, et al 2017 .
The originality of this study lies in the selection of PT Pupuk Kaltim as the object of research. PT Pupuk Kaltim as one of the strategic and vital industries that plays an important role in realizing national food sovereignty is also facing various challenges both internal and external. PT Pupuk Kaltim which is a member of the Holding of PT Pupuk Indonesia (Persero) is listed as the largest producer of Ammonia and Urea in Indonesia with urea production capacity of 3.4 million tons per year, ammonia of 2.7 million tons and NPK of 350 thousand tons per year where 40% of the total urea production capacity is allocated to two thirds of Indonesia's territory, especially the eastern region (Pupuk Kaltim. 2017).
To maintain competitiveness and anticipate the above, PT Pupuk Kaltim needs to carry out the learning process. PT Pupuk Kaltim has facilitated the existence of information technology to improve the efficiency of current business processes. PT Pupuk Kaltim has made various efforts to build the image and existence of the company at national and international levels. PT Pupuk Kaltim has won several reputable awards at national and international levels such as: SNI customer confidence in the competencies and excellence of PT Pupuk Kaltim products both at national and international levels. This is the result of an ongoing organizational learning process supported by all company work units.
Based on a number of reasons stated above, study will be carried out in depth on the condition of the PT Pupuk Kaltim organization from an employee perspective. The study scheme in this dissertation will identify how transformational leadership and information technology influence organizational learning and change at PT Pupuk Kaltim in employee perceptions and its impact on employee job satisfaction.
This study was conducted to determine the effect of variables consisting of 2 (two) exogenous variables: Transformational Leadership (X1) and Information Technology (X2), and 3 (three) endogenous variables: Organizational Learning (Y1), Organizational Change (Y2) and Employee Job Satisfaction (Y3). In more detail the objectives of this study are:
1. To test and explain the effect of transformational leadership on organizational learning.
2. To test and explain the effect of transformational leadership on organizational change.
3. To test and explain the effect of transformational leadership on employee job satisfaction.
4. To test and explain the influence of organizational learning on organizational change.
5. To test and explain the influence of information technology on organizational learning.
6. To test and explain the influence of information technology on organizational change.
7. To test and explain the influence of information technology on employee job satisfaction.
8. To test and explain the influence of organizational change on employee job satisfaction.
9. To test and explain the influence of organizational learning on employee job satisfaction.
RESEARCH METHOD
This study is designed to answer the problems that have been formulated. This study is using explanatory method to explain the relationship between variables through testing hypotheses. The data collected is using proportional stratified random sampling method to find the relationship between independent variables and dependent variable.
The study is using quantitative approach which starts from theory and then uses deductive logic to be derived into study hypotheses which are accompanied by measurement and operationalization of variables. Then generalization is based on statistics so that conclusions can be drawn as a result of study findings. This study was conducted to explain the influence of Transformational Leadership, Information Technology, Organizational Learning, Organizational Change and Employee Job Satisfaction. To answer the formulation of the problem, the objectives to be achieved and test the hypothesis, this study was designed with the following design:
a. In terms of data collection techniques, this study is a type of survey that takes samples from a population using a questionnaire as the main data collection tool (Singarimbun in Singarimbun and Effendi, 2008) . In terms of the objectives to be achieved, this study is using an explanatory approach to explain its effects between exogenous and endogenous variables through hypothesis testing (Singarimbun in Singarimbun and Effendi, 2008 Based on this empirical study, the development of the conceptual model and the hypothesis model that have been stated above, this study will test a number of hypotheses, namely:
a. Transformational Leadership has a significant effect on Organizational Learning (H1).
b. Transformational Leadership has a significant effect on Organizational Change (H2).
c. Transformational Leadership has a significant effect on Employee Job Satisfaction (H3).
d. Organizational Learning has a significant effect on Organizational Change (H4).
e. Information Technology has a significant effect on Organizational Learning (H5).
f. Information Technology has a significant effect on Organizational Change (H6).
g. Information Technology has a significant effect on Employee Job Satisfaction (H7).
h. Organizational Change has a significant effect on Employee Job Satisfaction (H8).
i. Organizational Learning has a significant effect on Employee Job Satisfaction (H9). 
Method of collecting data
This study sampling is taken using probability sampling where each unit in the population has an opportunity or in other words each sample has the same possibility to be chosen (Etikan, et al 2015) . Based on PT Pupuk Kaltim's Human Resources Information System (HRIS), the number of employees recorded is of 1970, consisting of Grade I to Grade VII. The population studied is of 429 employees consisted of 3 (three) grade levels: Grade I (General Managers), Grade II level (Managers) and Grade III (Superintendents).
The minimum number of samples is determined by using the Slovin formula (Umar, 2005) . The sample size obtained in this study is of 207 employees. The number of samples in detail is shown in the table below: Table 1 Population and Research Sample   In Table 1 above, the selection of samples for Grade I to Grade III is done with proportional stratified random sampling. This study uses questionnaires with closed questions and distributed electronically through company e-mails by attaching a cover letter sent to each respondent's personal e-mail without mentioning the name of the researcher to obtain independent results from this study. Furthermore, the respondent is given the opportunity for 2 (two) weeks to fill up all the questions without being missed. For employees who have not filled out the questionnaire will be automatically expedited by the system (there are alerts for those who have not responded) so that the questionnaire can be collected thoroughly. After being declared complete and validated by the system, the results of the questionnaire were randomly processed by the system by ignoring the Grade I and II employees seconded in subsidiaries or foundations so that a sample of 207 representing Grade I to Grade III was obtained. 
No

RESULTS AND DISCUSSION
Results of Structural Equation Model Analysis with WarpPLS
Structural Equation Model or SEM-WarpPLS is a structural equation model based on components or variants. The evaluation of the SEM-WarpPLS model in this study begins with a measure of fit which aims to test whether the study instrument is valid or reliable in explaining latent variables. Evaluation of the measurement model is done by examining the convergent validity value, discriminant validity, and composite reliability. Examination of the measure of fit in the overall model (overall model) is a measure of goodness of fit which is a combination of measurement models and structural models with R-squared and Q-squared tests. Overall of goods of fit tests is valid and reliable.
Results of Measure of Fit Structural Model
The feasibility testing of the model is structurally measured using R-squared and Q-squared which is equivalent to the total determination coefficient in path analysis or in PLS. The R-squared value shows the total diversity of all variables that can be explained by the structural model. Q-squared values range from -1 to 1, where the greater the Q-squared value (near one), the greater the total diversity that can be explained by the model. The R-squared value is the determination coefficient which shows how much the percentage of endogenous construct variance can be explained by the construct which is hypothesized to influence it (exogenous). The higher the Rsquared value, the better the study model. R-squared values only exist for endogenous variables or constructs. Based on the feasibility testing of the model as shown in Table 2 While the results of the Q-squared value test, which is the value usually referred to as Stoner Geisser Coefficient is the nonparametric value obtained through the blindfolding algorithm. Q-squared is used to assess the predictive validity or relevance of a set of (exogenous) predictor latent variables on the endogenous variables. Q-squared is an analogue of R-squared but only if it is obtained by resampling. Q-squared can be negative while R-squared is always positive. Models with good predictive validity must have a Q-squared value that is greater than zero (Hair et al., 2011 
Hypothesis Testing Results
Based on the results of the model suitability test, the proposed conceptual framework meets the requirements or can be used as a measurement model in this study This study has 9 (nine) hypotheses, of which 8 (eight) hypotheses have significant results because the p-value is below the 5% level. Furthermore, the results of the structural model testing (inner-model) are shown in Table 3 and illustrated in Figure 2 . The results of hypothesis testing show that the overall hypothesis proposed meets the criteria of significance, namely the p-value below the alpha value of 5% (0.05), while the hypothesis (H3) of the test results is not significant because the p-value is above the 5% level, this caused by the largest distribution of respondent age above 48 years (69.08 percent) and the working period above 25 years (69.08 percent). Thus the H3 hypothesis accepts H0 which means that the variable transformational leadership (X1) does not affect the variable employee job satisfaction (Y3).
The results of the structural model obtained in this study indicate that all variables are significant at the 5% level, except the Hypothesis-3 which has no significant effect. More about the description of inner-model testing can be stated in the following information.
1. Transformational Leadership (X1) has a significant effect on Organizational Learning (Y1) at the level of α = 5% (p-value = 0.001). Its coefficient has a positive value. It indicates there is unidirectional relationship, so the higher the value of Transformational Leadership will have an effect on the higher the value of Organizational Learning.
2. Transformational Leadership (X1) has a significant effect on Organizational Change (Y2) at the level of α = 5% (p-value = 0.005). Its coefficient has a positive value. It indicates there is unidirectional relationship, so the higher the value of Transformational Leadership will have an effect on the higher the value of Organizational Change. 3. Transformational Leadership (X1) has no significant effect on Job Satisfaction (Y3) at the level of α = 5% (p-value = 0.094). Its coefficient has a positive value but not significant. It indicates there is no unidirectional relationship.
4. Organizational Learning (Y1) has a significant effect on Organizational Change (Y2): significant at the level of α = 5% (p-value = 0.001). Its coefficient has a positive value. It indicates there is unidirectional relationship, so the higher the value of Organizational Learning will have an effect on the higher the value of Organizational Change. 8. Effect of Organizational Change (Y2) has a significant effect on Job Satisfaction (Y3): significant at the level of α = 5% (p-value = 0.039). Its coefficient has a positive value. It indicates there is unidirectional relationship, so the higher the value of Organizational Change the higher will have an effect on the value of Employee Job Satisfaction. 9. Effect of Organizational Learning (Y1) has a significant effect on Job Satisfaction (Y3): significant at the level of α = 5% (p-value = 0.015). Its coefficient has a positive value. It indicates there is unidirectional relationship, so the higher the value of Organizational Learning will have an effect on the higher the value of Employee Job Satisfaction.
CONCLUSION
Based on descriptive and inferential statistical analysis testing, this study can be concluded as follows:
1. Transformational Leadership has a significant effect on Organizational Learning. Leader characteristics are expected to be able to transfer company plans and strategies to run well so as to encourage more effective organizational learning. Respondents pay high attention to the style of Transformational Leadership, especially on indicators that appreciate the achievement and inspire a shared vision that has been felt quite well in the company. 2. Transformational Leadership has a significant effect on Organizational Change. Through good Transformational Leadership from company leaders, the organization is able to transform or experience changes more effectively to challenges and changes in the environment both from within and from outside the company.
3. Transformational leadership has no significant effect on Employee Job Satisfaction. The characteristics of transformational leaders in delegating company tasks or strategies cannot be accepted directly by employees, but it must be mediated by organizational learning and organizational change.
4. Organizational Learning has a significant effect on Organizational Change. Culture, planning and operational good learning are a reflection of organizational learning. Through a learning plan at each level, the organization can respond more quickly to changes in anticipation of competition. Through learning, the organization is able to compete through continuous innovation and improvement activities.
5. Information Technology has a significant effect on Organizational Learning. An increasingly sophisticated and easily accessible information technology is able to drive the organizational learning process towards a better direction. Respondents see the existence of telecommunication equipment is good enough, but hardware and software still need to be improved. Rapid technological development must be well known and evaluated and is expected to be synergistic with the organizational learning process. If information technology continues to be updated and reliable, the learning process will be effectively implemented and employees have the convenience to access knowledge, experience and ideas from other employees.
6. Information Technology has a significant effect on Organizational Change. The existence of sophisticated, updated and reliable information technology can drive organizational change towards a better and more effective way. This requires the availability of hardware, software and telecommunications equipment that are available according to the needs of the organization.
7. Information Technology has a significant effect on Employee Job Satisfaction. Through the existence of reliable Information Technology can support employee performance to provide high-quality products and provide the best service for consumers. In addition, the existence of Information Technology also helps employees to deal with work complexity more effectively. Increased productivity through the existence of Information Technology will create a sense of satisfaction in employees through a more concise, flexible and updated workflow.
8. Organizational Change has a significant effect on Employee Job Satisfaction.
Organizations need adaptation to changes in the environment, so it is important for organizations to inform and involve and engage employees in the organizational change process. It can build employee trust and job satisfaction because it is directly involved in the change process.
9. Organizational Learning has a significant effect on Employee Job Satisfaction. Organizational learning that is formed by a company that is structured, systematic and can be fulfilled(targetable) will be able to encourage employee job satisfaction. This study proves that organizational learning conducted by companies both directly and indirectly interacting with employees has created a more pleasant working atmosphere, thus creating an effective work climate for employees to carry out their responsibilities. In addition, a positive climate of organizational learning can create a collaborative culture among individual employees who support the organization to continue learning and better preparedness in the face of business competition. 
